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ABSTRACT
The main purpose of this study was to determine the attitudes, 
aspirations, and perceptions of professional Extension field 
personnel'about the administrative capabilities and mobility of 
both men and women in the organization.
Data were solicited via a mailed questionnaire from the total 
population of 343 Extension professional field personnel. Usable 
data were obtained from 85 per cent of this total.
Statistical analyses of the data included the linear 
correlation to examine the relationships between administrative 
mobility (ability to advance to higher leadership responsibilities) 
and selected variables which were treated as components of 
administrative mobility. The regression procedure was used to 
determine differences between the selected components of 
administrative mobility and independent variables of sex, job 
title, race, marital status, residence and degree attainment.
Adjlisted means of dependent variables were calculated, which 
yielded a more reliable result than would the use of raw means.
The chi-square test of independence was also used in analyzing
data. Differences were considered statistically significant
at P ^.20, since the research involved inexact psycho-social data.
xiii
Findings
1. Administrative Mobility. Regardless of sex, each of the 
variables treated (administrative aspirations, career commitment, 
geographic mobility, preference for female administrators, self­
perceptions of leadership capabilities, perceptions of leadership 
characteristics, and motives for work) was postively correlated 
with administrative mobility.
2. Administrative Aspirations. The higher the position in 
the administrative hierarchy, the less desired by both men and 
women. County agents, black men, and higher academic degrees were 
associated with higher administrative aspirations among men, with 
no statistically significant differences in administrative 
aspirations among women.
3. Career Commitment. Black agents, area home economists, 
women with Master's degrees, older men and men with longer job 
tenure were more committed to their careers.
4. Work Motives. County agents and men from urban backgrounds 
rated highest in their motives for work. Among women, the unmarried 
and those from rural farm residences had the highest motives for 
work.
5. Geographic Mobility. Unmarried agents, area home 
economists, men with doctoral degrees, assistant county agents, 
and black men indicated greater geographic mobility.
xiv
6. Preference for Female Administrators. No men and less than 
three per cent of the women said they would prefer to work for a 
woman. However, two-thirds of the women, and almost one-third of 
the men said there would be no difference in their preference, if 
men and women were equally qualified. Black agents, assistant 
county agents, women with bachelor's degrees, and men with doctoral 
degrees were more accepting of women as administrators.
7. Self-perceptions and Leadership Characteristics. Those 
men and women with higher self-perceptions of their own 
leadership capabilities tended to rate higher in their perceptions 
of general leadership characteristics.
Conclusions
Reticence on the part of women in making their aspirations 
known, and traditional biases on the part of administrators could 
possibly account for the scarcity of women in administrative 
positions in the Extension Service.
Since there is no concerted program for administrative 
development, Extension women are no less prepared for 
administrative positions than are men.
Lack of experiential opportunities for female leadership 
may be influential in the cultural stereotyping of women as 
less desirable than men in managerial situations.
xv
Women lack motivational models and may have negative images 
of women as administrators.
Women have lower administrative goals than men, and have not 
taken advantage of opportunities to become as well educated as men, 
with fewer women than men having advanced and terminal degrees.
xvi
CHAPTER I
INTRODUCTION
The Louisiana Cooperative Extension Service is an educational 
agency established in 1914, following the passing of the Smith-Lever 
Act by Congress. Louisiana State University, the United States 
Department of Agriculture, and the individual parish police juries 
and school boards agreed to a cooperative arrangement for sharing 
the planning and funding of Extension work. According to the Smith- 
Lever Act, the functions of the Extension Service are to aid in 
diffusing, and encourage the application of, useful and practical 
information on subjects related to agriculture and home economics. 
Recipients of this instruction are restricted to those persons who 
are neither residents of, nor attending, any college or university 
in the state.
As one of the divisions of the Center for Agricultural Sciences 
and Rural Development of the Louisiana State University, the Extension 
Service fulfills its educational responsibilities to the citizens of 
Louisiana— both youth and adult— through offices and personnel 
located in each of the 64 parishes of the state. All professional 
personnel appointed to the Louisiana Cooperative Extension Service 
staff are joint employees with the United States Department of 
Agriculture. They are also members of the faculty and staff of the 
Louisiana State University, with most of the rights and privileges 
accompanying such an affiliation.
2Extension professionals at the state office level are expected to 
have at least a Master’s degree, and preferably a terminal degree, in 
the particular discipline of their work. Those seeking employment as 
a county agent or home economist at the parish level are required to 
have a bachelor's degree in either agriculture or home economics, with 
a grade-point average of at least 2.5, based on a 4.0 system (1).
Under the leadership of the present director, the Extension 
Service has reorganized its administrative structure to narrow the 
span of control, i.e., the number of people reporting to one 
supervisor. The state is divided into three Districts, each with a 
District Agent charged with the responsibility for program and 
personnel management in that district. District agents answer 
directly to the Director of the Extension Service.
Part of the reorganization plan involved subdividing each 
district into three or four multi-parish Areas, with an Assistant 
District Agent assigned to each of the 11 newly created areas.
From five to seven parishes are included in an area. Supervisory 
and administrative responsibilities for personnel and programs 
within the parishes are under the direction of the assistant 
district agents.
At the parish level, present field staffs consist of from 2 
to 13 professional agriculturists and home economists. The size 
of the staff depends largely upon the parish population and the
3potential for Extension's educational programs. At least one man is 
assigned to agricultural work and one woman is assigned to home
i
economics work in each parish, although it is more common for parish 
Extension staffs to number four or more. Generally work assignments 
are divided so that parish personnel are responsible for either youth 
or adult work, but occasionally one person will do both.
Responsibility for coordinating all of the parish programs and 
certain other leadership duties are designated to a Parish Chairman, 
who is selected by administrators from among those persons comprising 
the parish field staff. Each parish chairman reports to the assistant 
district agent assigned to that area.
STATEMENT OF THE PROBLEM
Currently, 468 professional agriculturists and home economists 
are employed in the Louisiana Cooperative Extension Service— 286 men 
(61 per cent) and 182 women (39 per cent). Of this number, 115 are 
administrators or specialists at state office level, and 343 hold 
single- or multi-parish assignments.
Including those at the state, district, and area levels, the 
Extension Service has designated 31 positions primarily for admini­
stration and supervision. Additionally, there are 18 speciallst- 
project leaders, plus 64 parish chairmen, for a total of 113 positions 
with some supervisory and personnel leadership responsibilities 
throughout the state. This leadership component comprises over 24
4per cent of the total professional positions within the organization, 
providing Extension men and women with ample opportunities to serve 
as leaders.
In recent years there has been increasing concern over the 
underutilization of women in managerial, professional, and technical 
areas, especially at decision-making levels. Although women have 
proven capable and qualified to hold high-level positions, their 
rise has been slow.
According to the 1970 Census, women made up 38 per cent of the 
total work force in the United States, but only 16.5 per cent of all 
managers and administrators were women (2). Sociologist Cynthia 
Epstein states that "no matter what sphere of work women are hired 
for or select, like sediment in a wine bottle they seem to settle at 
the bottom" (3). The truth of Ms. Epstein's statement is further 
substantiated by the fact that in the Louisiana Cooperative Extension 
Service, women occupy only fourteen per cent of the administrative 
and supervisory positions in the organization. One is the state 
agent for home economics, three are specialist-project leaders, and 
four hold parish chairman assignments at the parish level, which 
is the lowest line of supervision.
Almost half the Extension Service's field staff members (46 per 
cent) are women employed as home economists, but only six per cent 
of those in the decision-making structure at the parish level are 
women.
5At their annual meeting in 1974, Louisiana Extension home 
economists questioned the lack of women serving in the overall 
administrative structure of the organization. They asked administrators 
present at the meeting to explain why there were fewer women in such 
positions at that time than there had been 10 or 15 years before, and 
they wanted to know what could be done to provide women with 
opportunities to compete with men for administrative and supervisory 
responsibilities.
PURPOSE OF THE STUDY 
%
The main purpose of this study was to determine the attitudes, 
aspirations, and perceptions of professional Extension field personnel 
about the administrative capabilities and mobility of both men and women 
in the organization. An understanding of these could be helpful to 
Extension administrators in providing managerial training for their 
employees, and in better utilizing personnel in positions of 
leadership— both men and women.
OBJECTIVES OF THE STUDY
The study involved the following specific objectives:
1. To determine the relationships between the aspirations of 
Extension professional men and women for administrative/ 
supervisory positions and selected independent variables.
2. To determine the relationships between the career commitment
of Extension professional men and women and selected independent 
variables.
63. To determine the relationships between the geographic mobility 
of Extension professional men and women and selected independent
f
variables.
4. To determine whether there is a significant difference in the
attitudes of Extension men and women in their preference for
women as potential administrators/supervisors.
5. To determine whether relationships exist between the perceptions 
Extension professionals have of their own administrative/ 
supervisory capabilities and their perceptions of certain 
leadership characteristics.
6. To determine whether there are significant differences between
Extension professional men and women and their motives for work.
i
7. To investigate the administrative mobility of Extension 
professionals in terms of:
a) administrative aspirations
b) career commitment
c) geographic mobility
d) sex preferences of potential administrators/supervisors
e) self-perceptions of leadership capabilities
f) perceptions of leadership characteristics
g) motives for work
DEFINITION OF TERMS
Extension. That part of Louisiana State University known as the 
Louisiana Cooperative Extension Service, which is charged with the
7responsibility of diffusing information on agriculture, home economics, 
and related subjects (including 4-H) to the general public.
Extension professional field personnel. For the purpose of this 
study this will denote the field personnel of the Extension Service 
who have bachelor's degrees or higher, have the title of Assistant 
County Agent or Assistant Home Economist or higher, and work at the 
parish or multi-parish level to provide programs in agriculture, home 
economics, and/or 4-H and youth development.
Adminis trator/supervisor. Terms used, for persons who are in 
decision-making positions to direct and/or control the professional 
lives of other Extension personnel.
Attitudes. Feelings or emotions toward a person, group, or action.
Perceptions. One's personal concepts and understanding, based 
on individual knowledge and experiences.
Administrative mobility. Ability to advance to higher leader­
ship responsibilities.
Administrative aspirations. Desire for decision-making 
responsibilities.
Career commitment. Dedication to the Extension organization 
and its objectives.
Geographic mobility. Willingness to move from present 
location to a different parish.
Sex preferences for administrators/supervisors. Willingness 
to work for female administrators/supervisors.
8Self—perception of leadership capabilities. Feelings about one’s 
self as a leader.
Perceptions of leadership characteristics. Recognition of traits
common to leaders.
Motives for work. Personal reasons for being in the work force.
9REFERENCES CITED
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CHAPTER II 
REVIEW OF LITERATURE
INTRODUCTION
Delegation of authority within an organization is a basic 
management principle that has been used for many thousands of years.
One example of the early recognition of the need to form a 
managerial hierarchy is evidenced when the Biblical Moses was advised 
by his father-in-law to relieve himself of sole command of the Jewish 
nation by dividing the leadership among many (1).
The development of the modern supervisor/administrator has resulted 
from changes in society's image of the worker-supervisor relationship.
In the early days of western civilization, workers were managed by 
masters who used brute force and physical punishment to enforce their 
unlimited authority. Even the onset of the industrial revolution did 
little to change the worker-supervisor relationship. Most supervisors 
of that day were from the better educated aristocracy who believed 
the working man would have to be happy with his pay or else could be 
easily replaced from the great supply of available labor. But as 
uore complex machinery in ever-increasing numbers invaded the production 
industry, the value of skilled employees began to be recognized.
10.
11
Supervisors realized that Individual rights, obligations, and feelings 
were positive motivators, and that leadership and good personnel 
management were necessary for accomplishing organizational goals 
(2, p. 5-7).
LEADERSHIP
The most comprehensive analysis of research on leadership has 
probably been accomplished by Ralph Stogdill. From more than 5,000 
experimental or theoretical studies that he judged to be competently 
executed, Stogdill tabulated the findings, then analyzed and interpreted 
the results.
In defining leadership, Stogdill concludes that it is "the 
initiation and maintenance of structure in expectation and interaction" 
(3, p. 411). In other words, leaders are expected to develop and 
maintain role structure and direction for effective group performance, 
through interaction and influence in relationships with followers.
A survey based on 163 studies done from 1948 to 1970 identifies 
leadership traits, which when combined, tend to "generate personality 
dynamics advantageous to the person seeking the responsibilities of 
leadership" (3, p. 82). These significant leadership qualities are: 
a strong drive for responsibility and task completion, vigor and 
persistence in the pursuit of goals, venturesomeness and originality 
in problem solving, drive to exercise initiative in social situations, 
self-confidence and sense of personal identity, willingness to accept
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consequences of decision and action, readiness to tolerate frustration 
and delay, ability to influence other people's behavior, and the 
capacity to structure social interaction systems to the purpose at 
hand (3, p. 81). Stogdill further states that the extent to which 
individuals exhibit these characteristics differentiates leaders from 
followers, and effective from ineffective leaders.
Those who continue to rise in the administrative/supervisory 
hierarchy tend to identify with top leadership and with the 
organization. Those who reach to higher levels of the hierarchy tend 
to value job challenge and autonomy, while lower level leaders tend 
to value security and stability, according to Stogdill.
Although leadership research indicates that outstanding talents 
tend to be exhibited at an early age, large organizations tend to 
rely upon the administrative knowledge and demonstrations of success 
that come with experience and age. Therefore, young people generally 
have a relatively long climb up the administrative ladder, regardless 
of their leadership abilities (3, p. 76).
A rather disappointing aspect of the vast amount of leadership 
research is that none of the instruments developed have yet been 
proven reliable for use in the selection of leaders. Research results 
indicate that leadership characteristics vary according to the 
situation, with past leadership success as the best predictor of a 
leader's capabilities. But, even successful leadership experiences 
do not guarantee success for a leader placed in an extraneous situation 
incompatible with his personality (3, p. 412).
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Fiedler developed a theory of leadership effectiveness In which 
effective group performance is contingent upon the relationships of 
leader-member relations, task structure (either highly structured, or 
unstructured), and the leader's position power (4, p. 33). His 
research indicates that one style of leadership is not necessarily 
better than another, nor is one type behavior appropriate for all 
situations. Different functional specialties call for different 
leadership styles. Structured tasks demanding day to day supervision 
appear to need a task-oriented leadership, while unstructured functions 
appear to work best when leader-member relationships are good and 
there is less emphasis upon the task. Position power was considered 
the least important of the three dimensions of the contingency model 
and influenced leadership effectiveness least in the research findings. 
But it was felt that high position power makes a leader's job easier, 
since the leader does not have to first convince his group to follow 
him, nor must he be continually alert to the fact that his influence 
upon the group is tenuous and dependent upon his personal relations 
with individual members (4, pp. 25, 144). Fiedler suggests that from 
this contengency theory group or organizational performance can 
be improved by changing the leader to fit the situation, or by 
making the situation fit the leader (4, p. 247).
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SUPERVISION
A number of terms have been used by management scientists to 
describe and explain leadership within an organization. Three of the 
terms (often used interchangeably) are: manager, supervisor,
administrator.
Eckles, et al, say that "managers create and maintain an 
internal environment in a company so that other people can perform 
efficiently in the efforts toward the achievement of the group's 
goal" (2, p. 3). In the accomplishment of this task the manager plans, 
organizes, directs, and controls the four basic ingredients of the 
organization: people, positions, technology, and capital goods.
Supervisors, on the other hand, deal primarily with people and 
not so much with capital goods, acting as "managers whose major 
function emphasizes leading, coordinating, and directing the works 
of others in order to achieve the group's goals" (2, p. 3). The 
term supervisor can be applied to all levels of management to 
indicate those directing the activities of others, but it is used 
by most researchers to denote the lower ranks of the administrative 
hierarchy.
Few jobs encompass so many specific duties and responsibilities 
as does that of the supervisor, but the five main responsibilities 
lie in the areas of:
1. Leader and trainer of employees— the primary responsibility.
2. Implementer of ideas— acting as the "cutting edge" for 
activities generated by administrators, staff specialists, 
or the supervisor himself.
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3. Coworker with other supervisors— many successes or failures 
can depend upon how the supervisor can influence or is 
influenced by his colleagues.
4. Subordinate to superiors— must be able to follow directions 
of those higher in the supervision structure as well as 
perform as a leader.
5. Mediator of employee needs— acting as a negotiator for 
grievances between employees and others in the organization 
(5, p. 7).
The third term, administrator, is distinguished from other 
supervisors and managers by referring to the top echelon of the 
executive hierarchy, involving policy-making decisions and dealing 
less with actual personnel management.
ATTITUDES TOWARD WOMEN IN MANAGEMENT AND SUPERVISION
Basil and Traver (6) surveyed 102 female and 214 male executives 
of companies, government agencies, and industry to determine attitudes 
toward women in management. In addition, 200 students were surveyed 
in an effort to determine attitude changes, if any, within the so-called 
permissive generation. Their findings included some positive attitudes 
toward women in management. Marriage was not considered a barrier to 
promotion and hiring. As to re-entering the labor market after 
marriage, 90 per cent of the government agencies and over 60 per cent 
of the merchandising and banking firms were willing to hire women 
equally with men. Manufacturing, transportation, insurance and 
utility industries were less willing to hire women returning to the 
labor force. The predominant attitude was that women would be 
accepted for management development and training on the basis of
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their potential, and not because of a shortage of males. In addition, 
it was felt that mobility was not particularly greater for males than 
for females. With the exceptions of merchandising and banking, the 
executives did not feel that obtaining "a woman's point of view" was a 
major reason for hiring women for managerial positions.
The majority of the negative attitudes in the Basil and Traver 
study were related in some way to work performance rather than to an 
emotional evaluation of "woman's place is in the home." Although there 
did not seem to be a strong prejudice against women for managerial 
training positions or against older women in particular, the small 
number of women actually in managerial positions points to the 
conclusion that women were rarely accepted for such training programs. 
This might also indicate that prejudices and discriminations against 
women by these executives was not intentional, but more a matter of 
cultural oversight.
Most of the executives, both men and women, agreed that a 
woman's job interests must be secondary to her husband's. A large 
number of the firms (with notable exception of government agencies) 
felt women were poor management risks because they could not relocate 
since the husband's career was usually the primary one. Survey 
results generally confirmed the belief that women are not career 
oriented, and that they lack the necessary drive and motivation to 
be really successful and to stand the pressures and tensions of 
management. Most respondents supported the idea that women possess
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certain personality traits that lessen their chances for acceptance as 
managers, such as being more emotional and less logical than men. Both 
men and women respondents agreed that women have a greater subjective 
ability to understand the needs and feelings of others. Women 
respondents felt this ability would help make women better managers of 
subordinates— men disagreed.
While both sexes of the respondents indicated that it was too 
risky to spend thousands of dollars in management training on a woman 
of child-bearing age, women respondents felt it was just as risky 
to spend such monies on young men who may become impatient for 
advancement and look for promotion by changing employers. It was 
generally felt that women lacked the qualifications for management, 
with both sexes agreeing that a male is a far better training 
candidate than a female.
An interesting point in this study came to light as data showed 
that men who had worked as subordinates to women were more positive 
in their attitudes toward women in management. At the same time, 
cultural prejudices surfaced through evidence that young men often 
resented being bossed by married women who "did not have to work."
An even less bright note was exposed as tabulation showed that male 
students had greater opposition toward women in management than did 
men in the business world. This suggests that any prejudices against 
women in management are not likely to disappear soon.
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A study of men and women managers in industry, by Lyle and Ross (7) 
revealed that male managers felt that they handled men and women 
subordinates differently, while women managers believed that they dealt 
in the same way with both men and women. They also found evidence that 
although both men and women were apt to prefer male managers, men were 
generally more receptive to women in management than other women were. 
Variations in management styles of men and women managers also became 
evident in the Lyle/Ross study. Their sample of women managers fell 
into 4 style groups: one-third used a productive, somewhat controlling
and task-oriented approach; one-third were receptive, following a 
permissive philosophy; one-sixth adopted a detached, almost under­
controlling style; and the last one-sixth displayed exploitative 
attitudes, paying little attention to administrative tasks, and using 
their job as a stepping stone to something better. Interestingly 
enough, the male managers in the sample showed that three-fourths of the 
men used the exploitative style, with the other one-fourth fitting best 
into the productive, controlling style. All the managers in this study 
had held their present positions for over five years, and regardless 
of style, both men and women displayed traits generally associated 
with success in management: desire for achievement, drive for
mobility, acceptance of authority figures, decisiveness, assertiveness, 
practicality (a tendency to look at facts), and a strong fear of 
failure.
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Schwartz (8) studied contemporary attitudes of business executives 
toward women. Large and small corporations, and women in management 
were involved in the sample. One part of the study involved 
generalizations regarding the effectiveness of women in management.
In several areas, opinions of the men executives disagreed with those 
of women in management. Men believed that women: were too emotional
in working with other people, had less motivation than men, did not 
provide as much return for investment in education and training with 
continuous employment and longevity, that men and women prefer not to 
work for women, and that women are too personal in giving or receiving 
criticism. Women in management disagreed with each of these 
generalizations. Both sexes did generally agree that women: are as
capable as men in managerial positions, can make precise decisions, 
can hire subordinates effectively, do have the fortitude to fire or 
dismiss personnel when necessary, do not use femininity to achieve 
objectives, do not have a higher absenteeism than men, are not overly 
sensitive to contradiction, have a sense of fair play, work for reasons 
other than to supplement income, do not expect special treatment, and 
are not as totally committed to management as men are. In a question 
relating to the reaction of male subordinates to female superiors, not 
a single respondent felt that men prefer working for a woman, but over 
half of them stated that they believed that most men preferred working 
for a man.
20
Recommendations for eliminating discrimination toward women in 
management by Schwartz’s respondents included: management should make
a more conscious effort to seek out qualified women, women should be 
willing to make a lifetime commitment to a career, management should 
ignore sex and promote strictly on ability, and management should 
provide special management training for women since they do not 
generally assume they will progress to be managers as men do.
When Johnston (9) surveyed women MBA graduates (from four 
universities, graduated during 1968-1972) she found respondents 
perceiving that women have problems attaining management positions 
because: women tend to sell themselves short, do not have high
enough goals, men and women resist women as bosses, and administrators 
lack confidence in the abilities of women. Thdse same respondents 
did not believe that problems existed because the turnover of women 
at the management level was too great, or that women find it difficult 
to remain feminine while competing in a "man's world." They felt 
that women can discipline others as easily and effectively as men do.
Women professionals (physicians, lawyers, university professors) 
studied by Feulner (10) were found to be highly self-confident, 
dominant, achievement-oriented, and autonomous. These characteristics 
are generally accepted as typical masculine traits, but there was 
no evidence in this study that the negative stereotype of professional 
women as being unfeminine had any validity.
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In interviewing teachers, Linton (11) found that males were 
pro-male and females pro-female with regard to their perception 
of the capabilities of male and female principals. Slightly more 
women (80.2 per cent) than men (75.3 per cent) were willing to work 
for a female principal.
Timmons (12) also found that women teachers had more favorable 
attitudes toward women school administrators than men teachers did. 
He found, too, that a higher percentage of men than women reported 
that they would accept administrative positions if the opportunity 
arose.
Scriven (13) reported in her study of women in school 
administrative positions that few women actively seek administrative 
posts, with most women having been offered those positions by a 
superior on his own initiative. This study supported the belief 
that marriage for woman does serve as a handicap to being appointed 
to or in occupying this type administrative position.
A survey of women school administrators and supervisors made 
by LaBarthe (14) revealed that status was the number one motivating 
factor of the women in their careers. Recognition and achievement 
were the number two and three motivators. Lack of status was the 
number one dissatisfier, with perceptions of unfair treatment, and 
not being accepted on an equal basis by male peers scored as second 
and third dissatisfiers. These women perceived the job challenge 
and a desire to be in a leadership role as the two most important 
reasons women entered administrative or supervisory work.
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Full-time women administrators in the Big Ten universities (15) 
felt that discrimination, lack of assertiveness, interrupted career 
spans, lack of sponsorship by those above them, and lack of unity to 
improve their position were causes for lack of advancement of women 
into decision-making structures.
In developing a profile of women home economics administrators, 
Rideout (16) reported that the median age was 45, over 53.2 per cent 
had their doctor*s degree, and the median employment length was 24 
years. While only 38 per cent had no career interruptions, the most 
frequently cited reason for career interruption was academic study.
The highest rated job characteristic was challenging work. Over
*
56.1 per cent were married or had been married, and the median number 
of children was one. They generally came from small families, and the
majority of their mothers had not been employed. They had a strong
\
professional identification and saw being a woman as an advantage in 
career achievement only because they were in the home economics 
profession. Academic training in administration and management 
internships or other experiential opportunities in administration, 
and raising the confidence level of women were among the types of 
supports recommended as necessary for women with administrative 
aspirations.
A study of Extension agent satisfaction levels (17) showed 
that women agents were generally more satisfied with pay, promotion, 
and work levels than were their male counterparts. However, women
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with parish responsibilities (excluding those women doing 4-H work) 
were somewhat less satisfied with supervision than all other agents. 
Among the motives ranked by men and women agents as highest in 
contributing to increased job efforts were autonomy (being 
responsible and accountable for all or nearly all aspects of their 
job assignment), and having the opportunity to take part in making 
decisions which affected their work.
SUMMARY
The literature that was reviewed disclosed that cultural 
prejudices and negative attitudes about women in leadership roles 
were prevalent. Women were generally perceived as poor risks for 
management roles, and were less preferred as supervisors and 
administrators by both men and women.
Several of the studies indicated that certain personal qualities 
and traits important to effective leadership were as evident among 
women as among men in management roles. However, there was some 
disagreement relating to the amount of motivation and drive possessed 
by women, which are considered necessary for success as a leader.
Although women professionals were portrayed as highly self- 
confident and achievement-oriented in one study, other studies 
generally depicted women as less likely to seek administrative 
positions actively, and to have less career commitment and lower 
goals than men.
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In general, researchers supported the thesis that special 
training in supervision and administration along with provisions 
for opportunities for leadership experiences would offer the best 
possibilities for helping to alleviate the lack of women in 
leadership and decision-making positions.
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CHAPTER III
RESEARCH METHODOLOGY
PURPOSE OF THE STUDY
The major purpose of this study was to determine the attitudes, 
aspirations, and perceptions of professional Extension field personnel 
about the administrative mobility of men and women in the Louisiana 
Cooperative Extension Service, and their relationship to certain 
specific variables.
ASSUMPTIONS
1. Extension professionals are capable of performing 
administrative and supervisory duties.
2. Attitudes and perceptions are definable and measurable.
3. Extension professionals will express their attitudes 
and perceptions openly and honestly.
4. The following variables,as defined, would carry equal 
weight in affecting administrative mobility:
a) Administrative aspirations— desire for decision­
making responsibilities
b) Career commitment— dedication to the Extension 
organization and its objectives
c) Geographic mobility— willingness to move from present 
location to a different parish
d) Sex preferences for administrators/supervisors—  
willingness to work for female administrators/ 
supervisors
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e) Self-perception of leadership capabilities— feelings 
about one's self as a leader
f) Perceptions of leadership characteristics— recognition 
of traits common to leaders
g) Motives for work— personal reasons for being in the 
work force
POPULATION
Survey data were solicited from the total population of 343 
Extension professionals (187 men, 156 women) with single- or multi­
parish assignments, holding a bachelor's degree or higher, and with 
the title of Assistant County Agent or Assistant Home Economist 
or higher.
DATA COLLECTION
Contemporary writings and research indicate that the subject of 
women in. positions of leadership is somewhat controversial. Because 
some questions dealt with this specific subject and the population 
was highly educated, a mailed questionnaire was selected as the data 
collection instrument in an attempt to diminish the external bias 
that could have been introduced by either male or female interviewers. 
Also, to help insure candid responses, respondents were not asked to 
identify themselves.
Once the questionnaire was formulated it was pretested with 
three men and four women in one parish Extension office. Following 
the pretest, the final instrument was prepared with minor changes 
made to clarify instructions pertaining to two questions.
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A data collection instrument, to be self-administered, was mailed 
to each member of the population accompanied by a cover letter 
explaining the purpose of the research and giving instructions for 
returning the date (she Appendices A and B). A self-addressed, stamped 
envelope was also enclosed for ease in returning the questionnaire. 
Timing for mailing the instrument was purposely planned to get it to
i
the respondents after summer vacations, but before the beginning of 
the major educational programs scheduled for the Fall. It was hoped 
that this timing would elicit a high percentage of returns, since lack 
of returns is often a problem when mailed questionnaires are used.
The questionnaire was mailed on August 21, and a response was 
requested by September 15, allowing 14 working days from the date of 
mailing (excluding weekends and the Labor Day holiday). At the end 
of the first full week after mailing, almost 73 per cent of the 
questionnaires had been returned, with another 11.5 per cent arriving 
during the next week and a half. It was decided that a second wave 
of questionnaires would not be sent because the initial percentage 
of returns was very high.
Survey Instrument
The questions included in the survey instrument were designed to 
obtain information about administrative aspirations, career 
commitment, geographic mobility, attitudes about female administrators/ 
supervisors, self-perceptions of leadership capabilities, perceptions 
of leadership characteristics and work motives. In addition,
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demographic data provided information on job title, race, marital 
status, residence, degree attainment, age and job tenure. These 
data were used as independent variables in the study.
Response
From the 343 professionals on active duty who were sent 
questionnaires 55 per cent were men and 45 per cent were women.
Usable data were obtained from 290, or 84.5 per cent of the total. 
Fifty-two per cent (151) of the respondents were men, and 48 per 
cent (139) were women. Compared to the total female population, 
women responded in a slightly higher proportion. Men respondents 
were in a slightly lower proportion to the total male population.
Data Analysis
As survey instruments were received, responses were coded (see
Appendix C) and recorded manually on IBM master sheets. Codes were
checked, data were tabulated and statistical tests were performed
through the facilities of the Computer Research Center at Louisiana
State University.
Statistical analyses of the data included the coefficient of
correlation to examine the relationships between administrative
mobility and its components, which included (see Appendix D for
questions used to determine each component):
1. Administrative aspirations: determined from questionnaire
items relating to desires for higher job assignment(s), 
recognition of need and desire for training in administration 
and management, and reasons for obtaining an advanced 
degree(s).
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2. Career commitment: determined from questionnaire items 
that dealt with personal feelings of commitment to present 
job, loyalty to the organization, and degree of desire for 
a job outside the present organization.
3. Work motives: determined from questionnaire items dealing 
with six possible reasons for working.
4. Geographic mobility: determined from one questionnaire
item relating to one's willingness to move to another 
parish, if necessary to get a promotion.
5. Preference for female administrators/supervisors: determined 
from questionnaire items relating to willingness to work for 
black and white females.
6. Self-perception of leadership capabilities: determined from
questionnaire items dealing with feelings about one's self as 
to leadership characteristics, and as to how others may 
perceive one in leadership roles.
7. Perceptions of general leadership characteristics: determined 
by questionnaire items relating to personal leadership traits 
common to effective leaders.
Responses to each of the items pertaining to the above components were
assigned appropriate values (see Appendix C, Coding System). These
response values were added up for each component and maximum scores
established, against which the average scores for different groups
of respondents could be evaluated. The maximum scores for selected
components of administrative mobility are shown below:
Component Maximum Score
Administrative Aspirations 94.0
Career Commitment 21.0
Work Motives 42.0
Geographic Mobility 3.0
Preference for Female Administrators 14.0
The regression procedure was used to determine differences between 
selected components of administrative mobility (as dependent variables) 
and the independent variables of sex, job title, race, marital status,
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residence and degree attainment. Adjusted means of the dependent 
variables were calculated. The adjusted means procedure yields a 
more reliable result than does the use of raw means, because adjusted 
means account for unequal numbers in the several classes of a 
particular independent variable and compensates for such inequality 
in the statistical procedure.
Simple linear correlation was used to determine relationships 
between selected administrative mobility components and the variables 
of age and job tenure. It was also used to measure the relationship 
between self-perception of leadership capabilities and perception of 
general leadership characteristics.
To determine the differences between sex and perception of 
certain personal traits attributed to men and women the chi-square 
test of independence was used.
Since the research involved such inexact data as psycho-social 
attitudes, aspirations, and perceptions, the level of probability 
at which differences were considered statistically significant 
was .20.
CHAPTER IV
ANALYSIS OF DATA
In this chapter, the findings of the study are presented under 
the following major headings: Administrative Mobility, Administrative
Aspirations, Career Commitment, Work Motives, Geographic Mobility, 
Preference for Female Administrators/Supervisors, Self-Perceptions 
and Leadership Characteristics, and Perceptions of Personal 
Characteristics.
First, the relationships between administrative mobility and its 
seven components were reviewed, according to the sex of the respondents. 
The components were then analyzed for sex differences in relation to 
selected independent variables.
Administrative Mobility
All the components of administrative mobility showed positive 
correlations, regardless of sex (Table I).
Correlations were higher for men than for women in the case of 
most of the components, with the exception of self-perception of 
leadership capabilities which had a markedly higher correlation 
for women. Motives for work showed equal coefficients of correlation 
for men and women, with career commitment almost equal for both.
These results support findings in other studies indicating that women
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have lower administrative aspirations than men, but that career 
commitment and work motives are comparable for both sexes.
Geographic mobility showed the lowest correlation with 
administrative mobility, and was especially low for women. Although 
the correlations were somewhat low, a noticeably higher correlation 
existed between preference for female administrators and administrative
mobility for men than for women.
TABLE I
RELATIONSHIPS BETWEEN ADMINISTRATIVE MOBILITY 
AND ITS COMPONENTS BY SEX 
OF LOUISIANA COOPERATIVE EXTENSION AGENTS, 1976
Correlation Coefficients
Components Women (N=139) Men (N=151)
r P r P
Administrative Aspirations .57 <.0001 .64 <.0001
Career Commitment .28 <.001 .27 <.001
Geographic Mobility .16 <.06 .25 <.003
Preference for Female Administrators .29 <.0008 .38 <.0001
Self-perception of Leadership .57 <.0001 .47 <.0001
Perceptions of Leadership Char. .72 <.0001 .76 <.0001
Motives for Work .49 <.0001 .49 <.0001
Administrative Aspirations
Data revealed that Extension home economists do desire promotion 
to positions of leadership (Table II). The percentages of "Yes" 
answers were lower for women than for men at every leadership level,
TABLE II
A COMPARISON OF DESIRE FOR PROMOTION TO LEADERSHIP POSITIONS 
BY SEX OF LOUISIANA COOPERATIVE EXTENSION AGENTS, 1976
Position Sex *N=
Totals
Yes
Per cent by Desire for Promotion 
No Undecided With 2 df
Per cent Per cent Per cent X2 P
Women 128 35.2 45.3 19.5 14.12 <.001
Parish Chairman
Men 123 68.3 20.3 11.4 73.29 <.0005
Women 124 22.6 62.9 14.5 51.19 <.0005
Assistant District 
Agent Men 145 56.6 28.9 14.5 39.71 <.0005
District Agent
Women 123 13.0 69.9 17.1 74.39 <0005
Men 143 44.1 39.9 16.1 19.53 <. 0005
Associate Director
Women 122 9.0 74.6 16.4 94.46 <0005
Men 139 35.3 51.8 12.9 31.69 <.0005
Director
Women
Men
120
139
9.2
33.8
75.0
52.5
15.8
13.7
94.53
31.48
<(.0005
<.0005
*N varies because "no responses" were omitted from the data.
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but over one-third of the women indicated a desire for the Parish 
Chairman assignment. Among both men and women the higher the leadership 
position examined (assistant district agent, district agent, associate 
director, director), the lower was the desire for that postion. 
Interestingly enough, however, over nine per cent of the women and 
more than one-third of the men would like to be Director, the top 
position in the organization.
Concerning other positions, the men and women were fairly even 
in their desire for the specialist's job, with 55 of the women 
(42 per cent) and 62 of the men (45 per cent) answering affirmatively. 
The same was true for state leader of 4t-H, but the figures were 
somewhat lower— 28 men (21.2 per cent) and 24 women (20 per cent).
Both these jobs carry minimal amounts of leadership power.
Other data showed that refusing job advancement because their 
families were "settled" were not significantly greater for women 
(14.4 per cent) than for men (15.2 per cent). On the other hand, 
seven women (five per cent) said their husbands' jobs were a 
hindrance to job advancement, as opposed to four men (2.6 per cent) 
who felt their wives' jobs were hindrances to advancement.
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Job Title. There were no statistically significant differences 
between the administrative aspirations of women and their job titles 
(Table III). However, assistant and area home economists did have 
slightly higher administrative aspirations.
Among the men, there were highly significant differences at the 
.005 probability level, with assistant county agents having the highest 
aspirations and area agriculture agents having the lowest. With the 
exception of the area agents-, men were consistently higher in their 
aspirations than were women with equivalent titles.
TABLE III
A COMPARISON OF JOB TITLE TO ADMINISTRATIVE ASPIRATIONS 
AS A FACTOR OF ADMINISTRATIVE MOBILITY 
BY SEX OF LOUISIANA COOPERATIVE EXTENSION AGENTS, 1976
Title
Adjusted Means 
Women (N=135)
(Maximum Score 94.0) 
Men (N=149)
County Agent/Home Economist 55.3 58.5
Associate County Agent/Home Economist 56.8 60.9
Assistant County Agent/Home Economist 58.3 66.7
Area Agricultural Agent/Home Economist 58.7 57.3
F= <  1 4.52
df=3 & 125 3 & 138
P .57(NS) <' .005
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Race. Table IV shows no statistically significant differences 
between administrative aspirations and race of Extension home 
economists. The aspirations of black men agents, however, were 
statistically significantly higher than those of white men.
TABLE IV
A COMPARISON OF RACE TO ADMINISTRATIVE ASPIRATIONS 
AS A FACTOR OF ADMINISTRATIVE MOBILITY
BY SEX OF LOUISIANA COOPERATIVE EXTENSION AGENTS, 1976
Adjusted Means (Maximum Score 94.0)
Race Women (N=135) Men (N=149)
Black 58.1 62.5
White 56.5 59.2
F= < 1  
df= 1 & 125 
P c" *42(NS)
1.89 
1 & 138 
, ' .17
Marital Status. Seventy-three per cent of the women and 87 per 
cent of the men were married, but there were no statistically 
significant differences between marital status and administrative 
aspirations for either sex (Table V).
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TABLE V
A COMPARISON OF MARITAL STATUS TO ADMINISTRATIVE ASPIRATIONS 
AS A FACTOR OF ADMINISTRATIVE MOBILITY 
BY SEX OF LOUISIANA COOPERATIVE EXTENSION AGENTS, 1976
Adjusted Means (Maximum Score 94.0)
Marital Status Women (N=135) Men (N=149)
Married 57.1 61.3
Unmarried 57.4 60.4
F= <Cl < 1
df= 1 & 125 1 & 138
P </.87(NS) </.70(NS)
Residence. There were no statistically significant differences 
between place of longest residence and administrative aspirations for 
either men or women (Table VI).
TABLE VI
A COMPARISON OF RESIDENCE TO ADMINISTRATIVE ASPIRATIONS 
AS A FACTOR OF ADMINISTRATIVE MOBILITY 
BY SEX OF LOUISIANA COOPERATIVE EXTENSION AGENTS, 1976
Adjusted Means (Maximum Score 94.0) 
Residence_________________________ Women (N=135)_________ Men (N=149)
Rural Farm 57.4 60.6
Rural Nonfarm 57.6 60.9
Surburban 56.1 59.7
Urban 57.9 62.1
F= ^  1
df= 3 & 125 
P <\87(NS)
K i
3 & 138
^.92(NS)
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Degree Attainment. Among the women, 47.4 per cent held master's 
degrees and none had earned doctoral degrees. Their overall grades at 
the undergraduate level were higher than those of the men, with 81.3 
per cent of the women earning "B" or better compared to 64.2 per cent 
of the men with these grades.
Men were generally better educated than the women, with 65.8 per 
cent of the men holding master's degrees and 3.3 per cent with doctoral 
degrees.
Table VII shows no statistically significant differences between 
the degree held and administrative aspirations among women, but there 
were statistically significant differences among the men. As their 
educational level increased, so did their aspirations.
TABLE VII
A COMPARISON OF DEGREE ATTAINMENT TO ADMINISTRATIVE ASPIRATIONS 
AS A FACTOR OF ADMINISTRATIVE MOBILITY 
BY SEX OF LOUISIANA COOPERATIVE EXTENSION AGENTS, 1976
Adjusted Means (Maximum Score 94.0)
Degree___________________________ Women (N=135)__________ Men (N=149)
Bachelor's 56.6 55.6
Master's 57.9 60.7
Doctoral * 66.2
F= ^ 1  4.41
df= 1 & 125 2 & 138
P <^.38(NS) ^.01
* No women in field positions held doctoral degrees.
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Age and Tenure. Both age and tenure had fairly low negative 
correlations with administrative aspirations for both men and women 
at highly significant probability levels (Table VIII). These 
findings indicate that as age and job tenure increase, administrative 
aspirations tend to decrease.
TABLE VIII
RELATIONSHIPS BETWEEN ADMINISTRATIVE ASPIRATIONS 
AND SELECTED VARIABLES BY SEX 
OF LOUISIANA COOPERATIVE EXTENSION AGENTS, 1976
Correlation Coefficients
Variables Women (N=139) Men (N=151)
________________________________ r________P_____________ r________P_____
Age -.26 <£.002 -.32 <[.0002
Tenure -.23 <[.006 -.32 <^.0002
Career Conmitment
The data from this study support the generally accepted notion 
that married women’s jobs are secondary to those of their husbands 
(Table IX). Over three-fourths of the married men with working wives 
felt their jobs took first consideration in the family, while the 
majority of the married women (59.1 per cent) felt both jobs were 
important. Not a single man felt his wife's job came first. A few 
women (5.4 per cent ) felt their jobs took first consideration over 
those of their husbands.
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TABLE IX
FREQUENCY AND PERCENTAGE DISTRIBUTION OF RESPONSES 
TO JOB IMPORTANCE BY SEX 
OF LOUISIANA COOPERATIVE EXTENSION AGENTS, 1976
One's Own Job Spouse's Both
Importance
Per Per Per
Sex_________________________ No. cent No. cent No. cent
Married Women (N=93) 5 5.4 33. 35.5 55 59.1
Married Men (N=8l) 62 76.5 0 0.0 19 23.5
Job Title. Area home economists had the highest career commitment 
among women, but area county agents had the least commitment among the 
men (Table X). The differences were statistically significant among 
the women, but were not statistically significant among the men.
TABLE X
A COMPARISON OF JOB TITLE TO CAREER COMMITMENT 
AS A FACTOR OF ADMINISTRATIVE MOBILITY 
BY SEX OF LOUISIANA COOPERATIVE EXTENSION AGENTS, 1976
Adjusted Means (Maximum Score 21.0)
Title_________________________________ Women (N=135) Men (N=149)
County Agent/Home Economist 15.9 15.5
Associate County Agent/Home Economist 15.9 14.8
Assistant County Agent/Home Economist 15.1 15.4
Area Agricultural Agent/Home Economist 16.2 14.5
F= 1.61 1.32
df= 3 & 125 3 & 138
P <^.19 <^.27(NS)
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Race. Career commitment was significantly higher among blacks 
than whites for both men and women (Table XI).
TABLE XI
A COMPARISON OF RACE TO CAREER COMMITMENT AS A 
FACTOR OF ADMINISTRATIVE MOBILITY BY SEX 
OF LOUISIANA COOPERATIVE EXTENSION AGENTS, 1976
Adjusted Means (Maximum Score 21.0)
Race Women (N=135) Men (N=149)
Black 16.2 15.6
White 15.3 14.5
F= 3.22 2.46
df= 1 & 125 1 & 138
P <.08 <.12
Marital Status. Being married did not make any statistically
significant difference in career commitment among men or women
(Table XII).
TABLE XII
A COMPARISON OF MARITAL STATUS TO CAREER COMMITMENT 
AS A FACTOR OF ADMINISTRATIVE MOBILITY 
BY SEX OF LOUISIANA COOPERATIVE EXTENSION AGENTS, 1976
Adjusted Means (Maximum Score 21.0) 
Marital Status_____________________ Women (N-135)___________ Men (N=149)
Married 15.6 15.2
Unmarried 15.9 14.9
F= < 1  < 1
df= 1 & 125 1 & 138
P <  .43(NS) ^  .62(NS)
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Residence. According to Table XIII, place of longest residence 
made no statistically significant difference as to career conmitment 
for either sex.
TABLE XIII
A COMPARISON OF RESIDENCE TO CAREER COMMITMENT AS A 
FACTOR OF ADMINISTRATIVE MOBILITY BY SEX 
OF LOUISIANA COOPERATIVE EXTENSION AGENTS, 1976
Adjusted Means (Maximum Score 21.0)
Residence__________________________ Women (N=135)___________ Men (N=149)
Rural Farm 15.6 15.0
Rural Nonfarm 15.7 15.2
Suburban 15.9 14.3
Urban 15.9 15.7
F= <  1 < 1
df= 3 & 125 3 & 138
P <  .94(NS) <  .52(NS)
Degree Attainment. Surprisingly, this data showed that women 
holding bachelor’s degrees had significantly higher career commitment 
than did women with master's degrees. No statistically significant 
differences were indicated among the men, regardless of degree 
(Table XIV).
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TABLE XIV
A COMPARISON OF DEGREE ATTAINMENT TO CAREER COMMITMENT 
AS A FACTOR OF ADMINISTRATIVE MOBILITY 
BY SEX OF LOUISIANA COOPERATIVE EXTENSION AGENTS, 1976
Adjusted Means (Maximum Score 21.0)
Degree_____________________________ Women (N=135)___________ Men (N=149)
Bachelor's 16.1 14.7
Master's 15.4 15.3
Doctoral * 15.2
F= 2.60 <  1
df= 1 & 125 2 & 138
P <  .11 <  .63(NS)
* No women in field positions held doctoral degrees.
Age and Tenure. Age showed a low negative correlation with 
career commitment for women but was not statistically significant 
(Table XV). A low positive correlation with tenure was found among 
women, suggesting that as women work longer their career commitment 
increases. Both age and tenure showed low positive correlations 
for men at statistically significant levels.
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TABLE XV
RELATIONSHIPS BETWEEN CAREER COMMITMENT 
AND SELECTED VARIABLES BY SEX 
OF LOUISIANA COOPERATIVE EXTENSION AGENTS, 1976
Correlation Coefficients
Women (N=139) Men (N=151)
Variables r P r P
Age -.17 <.84(NS) .20 <.01
Tenure .12 <•17 .15 <.07
Work Motives
Economic necessity and maintaining a desired level of living are 
the reasons most often given by men and women for being in the labor 
force (1, p. 1). In addition to rating the importance of these as 
reasons for their working, respondents were asked to rate the importance 
of four other items: challenge of the job, power of leadership,
self-fulfillment, and social acceptance. Adjusted means were derived 
from a composite of these ratings, with a possible maximum score 
of 42.0 when work motives were compared to selected independent 
variables.
When asked to state other reasons for being in the work force, 
the two expressed most often by men and women were: "like people
and want to help them" and "like my job." Some of the reasons less 
often given differed according to the sex of the respondents. Men 
responded with reasons such as: "society expects it," "was brought
up to believe in work," "have been working too long to get out now,"
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and "for a retirement pension." On the other hand, reasons given 
only by women included: "it gets me out of the house," "want to
share my talents," "avoid boredom of daily routine," "I'm a practicing 
professional," and "for freedom and being my own boss."
Job Title. There were no statistically significant differences 
between work motives and job title among Extension women, but 
differences were statistically significant among the men, with the 
county agents scoring somewhat higher than the others (Table XVI).
TABLE XVI
A COMPARISON OF JOB TITLE TO WORK MOTIVES AS A FACTOR 
OF ADMINISTRATIVE MOBILITY BY SEX 
OF LOUISIANA COOPERATIVE EXTENSION AGENTS, 1976
Adjusted Means (Maximum Score 42.0)
Title_________________________________Women (N=135)_________ Men (N=149)
County Agent/Home Economist 33.8 32.2
Associate County Agent/Home Economist 33.6 30.2
Assistant County Agent/Home Economist 32.7 31.0
Area Agricultural Agent/Home Economist 35.7 30.1
F= <1 1 1.76
df= 3 & 125 3 & 138
P <  .59(NS) <  .16
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Race. When race was compared to work motives, no statistically 
significant differences were found among either sex of Extension 
field professionals (Table XVII).
TABLE XVII
A COMPARISON OF RACE TO WORK MOTIVES AS A FACTOR 
OF ADMINISTRATIVE MOBILITY BY SEX 
OF LOUISIANA COOPERATIVE EXTENSION AGENTS, 1976
Adjusted Means (Maximum Score 42.0)
Race________________________________Women (N=135)__________ Men (N-149)
Black 34.1 30.5
White 33.7 31.3
F= <C 1 <1 1
df= 1 & 125 1 & 138
P < .73(NS) <  .53(NS)
Marital Status. Statistically significant differences existed 
between marital status and work motives of women, with unmarried 
women scoring higher (Table XVIII). Marital status showed no 
statistically significant differences among the men.
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TABLE XVIII
A COMPARISON OF MARITAL STATUS TO WORK MOTIVES 
AS A FACTOR OF ADMINISTRATIVE MOBILITY 
BY SEX OF LOUISIANA COOPERATIVE EXTENSION AGENTS, 1976
Marital Status
Adjusted Means 
Women (N=135)
(Maximum Score 42.0) 
Men (N=149)
Married 33.0 31.4
Unmarried 34.9 30.4
F- 4.54 <  1
df= 1 & 125 1 & 138
P .04 <  .40 (NS)
Residence. Place of residence revealed statistically significant 
differences among both men and women with regard to work motives 
(Table XIX). Rural farm women scored highest and urban women scored 
lowest, but among the men, suburbanites scored lowest, and urbanites 
scored highest.
TABLE XIX
A COMPARISON OF RESIDENCE TO WORK MOTIVES 
AS A FACTOR OF ADMINISTRATIVE MOBILITY 
BY SEX OF LOUISIANA COOPERATIVE EXTENSION AGENTS, 1976
Residence
Adjusted Means 
Women (N=135)
(Maximum Score 42.0) 
Men (N=149)
Rural Farm 35.8 30.1
Rural Nonfarm 34.1 32.0
Suburban 33.6 29.0
Urban 32.2 32.3
F= 3.03 2.74
df= 3 & 125 3 & 138
P <( .03 .05
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Degree Attainment. No statistically significant differences were 
noted between degrees earned and work motives among men or women 
(Table XX).
TABLE XX
A COMPARISON OF DEGREE ATTAINMENT TO WORK MOTIVES 
AS A FACTOR OF ADMINISTRATIVE MOBILITY 
BY SEX OF LOUISIANA COOPERATIVE EXTENSION AGENTS, 1976
Adjusted Means (Maximum Score 42.0)
Degree_____________________________ Women (N=135)___________ Men (N=149)
Bachelor's 34.3 31.7
Master's 33.6 31.3
Doctoral * 29.6
F= < 1  < 1
df= 1 & 125 2 & 138
P <  .45(NS) <  .67(NS)
* No women field personnel held doctoral degrees.
Age and Tenure. In Table XXI, the negative correlation of age 
and work motives for women, and the positive correlations of both age 
and tenure for men were statistically significant. Tenure was not 
statistically significant in its negative correlation with work 
motives for women.
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TABLE XXI
RELATIONSHIPS BETWEEN WORK MOTIVES AND SELECTED VARIABLES BY 
SEX OF LOUISIANA COOPERATIVE EXTENSION AGENTS, 1976
Correlation Coefficients
Women (N=139) Men (N=151)
Variables r P r P
Age -.13 <.13 .13 <.12
Tenure -.06 <.51(NS) .11 <.17
Geographic Mobility
When asked to give reasons for not being willing to move to 
another parish to get a promotion, men gave these answers most 
often (in rank order): "like my present situation too much to
change," "too near retirement," and "family reasons." Women gave the 
same three reasons most often, but the order differed: "family
reasons" was first, followed by "like my present situation," and 
"too near retirement." Thus, the expressed reasons for lack of 
geographic mobility were essentially the same for both men and women.
Job Title. When geographic mobility was tested by job title, 
statistically significant differences were observed among the 
women (Table XXII). Area home economists were the most mobile and 
parish home economists were the least mobile. Statistically 
significant differences also existed among the men, with assistant 
county agents showing the greatest mobility.
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TABLE XXII
A COMPARISON OF JOB TITLE TO GEOGRAPHIC MOBILITY 
AS A FACTOR OF ADMINISTRATIVE MOBILITY BY 
SEX OF LOUISIANA COOPERATIVE EXTENSION AGENTS, 1976
Title
Adjusted Means 
Women (N=135)
(Maximum Score 3.0) 
Men (N=149)
County Agent/Home Economist 2.2 2.7
Associate County Agent/Home Economist 2.4 2.9
Assistant County Agent/Home Economist 2.5 3.1
Area Agricultural Agent/Home Economist 2.6 2.7
F= 2.94 1.86
df= 3 & 125 3 & 138
P <  .04 <  .14
Race. No statistically significant differences in geographic 
mobility were observed by race among women agents. There was a 
statistically significant difference among men, with black agents 
expressing slightly greater mobility than white agents (Table XXIII).
TABLE XXIII
A COMPARISON OF RACE TO GEOGRAPHIC MOBILITY 
AS A FACTOR OF ADMINISTRATIVE MOBILITY BY SEX 
OF LOUISIANA COOPERATIVE EXTENSION AGENTS, 1976
Adjusted Means (Maximum Score 3.0)
Race Women (N=135) Men (N=149)
Black 2.4 2.9
White 2.5 2.7
F» <  1 1.81
df= 1 & 125 1 & 138
P <  .57(NS) <  .18
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Marital Status. As one might expect, being unmarried was 
statistically significant in relation to geographic mobility to 
a very high degree,for both men and women (Table XXIV).
TABLE XXIV
A COMPARISON OF MARITAL STATUS TO GEOGRAPHIC MOBILITY 
AS A FACTOR OF ADMINISTRATIVE MOBILITY BY SEX 
OF LOUISIANA COOPERATIVE EXTENSION AGENTS, 1976
Marital Status
Adjusted Means 
Women (N=135)
(Maximum Score 3.0) 
Men (N=149)
Married 2.3 2.7
Unmarried 2.6 3.0
F= 10.88 4.02
df= 1 & 125 1 & 138
P <.001 <(.05
Residence. No statistically signficant differences were 
evidenced between place of longest residence and geographic mobility 
for either men or women (Table XXV).
TABLE XXV
A COMPARISON OF RESIDENCE TO GEOGRAPHIC MOBILITY 
AS A FACTOR OF ADMINISTRATIVE MOBILITY BY 
SEX OF LOUISIANA COOPERATIVE EXTENSION AGENTS, 1976
Adjusted Means (Maximum Score 3.0) 
Residence__________________________ Women (h=135)__________ Men (Ns149)
Rural Farm 2.5 2.9
Rural Nonfarm 2.5 2.9
Suburban 2.3 2.9
Urban 2.5 2.7
F= <  1 < 1
df= 3 & 125 3 & 138
P <  .57(NS) <_ .80(NS)
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Degree Attainment. There were highly significant differences 
between the degree held and geographic mobility of men (Table XXVI). 
The higher the degree the more mobile the men were. While no women 
had doctoral degrees, there were no differences among those women 
with bachelor's and master's degrees as to geographic mobility.
TABLE XXVI
A COMPARISON OF DEGREE ATTAINMENT TO GEOGRAPHIC MOBILITY 
AS A FACTOR OF ADMINISTRATIVE MOBILITY BY SEX 
OF LOUISIANA COOPERATIVE EXTENSION AGENTS, 1976
Adjusted Means (Maximum Score 3.0)
Degree_____________________________ Women (N=135)__________ Men (N=149)
Bachelor * s 2.5 2.5
Master's 2.5 2.8
Doctoral * 3.3
F= < 1  7.08
df= 1 & 125 2 & 138
P <  .92 (NS) <  .002
* No women field personnel had doctoral degrees.
Age and Tenure. Table XXVII shows negative correlations between 
age and tenure and geographic mobility for both men and women, 
indicating that as the agents get older and have longer service 
their mobility decreases.
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TABLE XXVII
RELATIONSHIPS BETWEEN GEOGRAPHIC MOBILITY AND SELECTED VARIABLES 
BY SEX OF LOUISIANA COOPERATIVE EXTENSION AGENTS, 1976
Correlation Coefficients
Woihen (N=139) Men (N=151)
Variables r P r P
Age -.31 <  .0004 -.13 <.10
Tenure -.31 <.0005 -.20 <.01
Preferences for Female Administrators/Supervisors
When asked if they would prefer to work for a man or a woman, 
none of the men and only 2.9 per cent of the women said they would 
prefer to work for a woman. However, 69.8 per cent of the women and 
31 per cent of the men said that it didn't matter. At the same time, 
a majority of the men (69 per cent) and 27.3 per cent of the women 
preferred working for a man.
In rating preference for male or female supervisors by race, 
women rated black males and females equally low, with white females 
receiving a moderately high rating. White males were rated highest 
by the females. Men rated their preference for black female 
administrators/supervisors very low, white females and black males 
moderately high, and white males very high.
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Job Title. No statistically significant differences were found 
among women in their preference for females as administrators according 
to job title. There were high statistically significant differences 
among the men, though, with county agents indicating the lowest and 
assistant county agents the highest preference (Table XXVIII).
TABLE XXVIII
A COMPARISON OF JOB TITLE TO PREFERENCE FOR FEMALE ADMINISTRATORS 
AS A FACTOR OF ADMINISTRATIVE MOBILITY BY SEX OF 
LOUISIANA COOPERATIVE EXTENSION AGENTS, 1976
Adjusted Means (Maximum Score 14.0)
Title______________________________ Women (N=135) Men (N=149)
County Agent/Home Economist 9.9 6.1
Associate County Agent/Home Economist 9.7 6.9
Assistant County Agent/Home Economist 9.2 9.0
Area Agricultural Agent/Home Economist 9.3 7.6
F= < 1  4.10
df= 3 & 125 3 & 138
P <.74(NS) </.008
Race. Highly statistically significant differences existed 
between blacks and whites and their preference for female 
administrators/supervisors. Blacks, both men and women, were much 
more receptive toward female leadership (Table XXIX).
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TABLE XXIX
A COMPARISON OF RACE TO PREFERENCE FOR FEMALE ADMINISTRATORS 
AS A FACTOR OF ADMINISTRATIVE MOBILITY 
BY SEX OF LOUISIANA COOPERATIVE EXTENSION AGENTS, 1976
Adjusted Means (Maximum Score 14.0) 
Race________________________________Women (N°135)___________ Men (N=149)
Black 10.4 9.0
White 8.7 5.7
F= 5.89 15.48
df= 1 & 125 1 & 138
P .02 <  .0001
Marital Status. Being married made no statistically 
significant differences among men or women in their attitudes toward 
female administrators (Table XXX).
TABLE XXX
A COMPARISON OF MARITAL STATUS TO PREFERENCE FOR FEMALE 
ADMINISTRATORS AS A FACTOR OF ADMINISTRATIVE MOBILITY 
BY SEX OF LOUISIANA COOPERATIVE EXTENSION AGENTS, 1976
Adjusted Means (Maximum Score 14.0)
Marital Status Women (N=135) Men (N=149)
Married 9.5 7.4
Unmarried 9.6 7.4
< 1
df= 1 & 125 
P <.92(NS)
<  1 
1 & 138
<  .94(NS)
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Residence. Statistically significant differences were indicated 
in the preferences of women for female administrators, according to 
their place of residence (Table XXXI). Rural nonfarm women held 
female administrators in lowest esteem, while suburban women regarded 
them highest. There were no statistically significant differences 
among the men.
TABLE XXXI
A COMPARISON OF RESIDENCE TO PREFERENCE FOR FEMALE 
ADMINISTRATORS AS A FACTOR OF ADMINISTRATIVE MOBILITY 
BY SEX OF LOUISIANA COOPERATIVE EXTENSION AGENTS, 1976
Adjusted Means (Maximum Score 14.0)
Residence Women (N=135)___________ Men (N=149)
Rural Farm 9.7 7.1
Rural Nonfarm 8.5 7.4
Suburban 10.0 8.2
Urban 9.9 6.8
I* 2.11 <  1
df= 3 & 125 3 & 138
P <  .10 <  ,53(NS)
Degree Attainment. Differences were statistically significant 
between degree attainment and preference for female administrators 
among men and women (Table XXXII). Those women with lower degrees 
were more favorable toward female administrators than were those with
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higher degrees. The reverse was true among the men, with those 
having earned doctoral degrees most willing to accept female 
administrators, and those with bachelor's degrees least accepting.
TABLE XXXII
A COMPARISON OF DEGREE ATTAINMENT TO PREFERENCE FOR 
FEMALE ADMINISTRATORS AS A FACTOR OF ADMINISTRATIVE MOBILITY 
BY SEX OF LOUISIANA COOPERATIVE EXTENSION AGENTS, 1976
Adjusted Means (Maximum Score 14.0)
Degree Women (N=135) Men (N=149)
Bachelor's 10.2 6.3
Master's 8.8 7.9
Doctoral * 8.0
F= 5.59 2.28
df= 1 & 125 2 & 138
P <  .02 .10
* No women field personnel held doctoral degrees.
Age and Tenure. Correlations between preference for female 
administrators and age and tenure were not statistically significant 
among women, but low negative correlations were statistically 
significant among the men (Table XXXIII). The data indicates that 
the older and longer tenured men had less preference for female 
adminis trators.
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TABLE XXXIII
RELATIONSHIPS BETWEEN PREFERENCE FOR FEMALE ADMINISTRATORS 
AND SELECTED VARIABLES BY SEX OF LOUISIANA COOPERATIVE 
EXTENSION AGENTS, 1976
Correlation Coefficients
Women (N=139) Men (N=151)
Variables r P r P
Age -.005 <C.95(NS) -.19 <^.02
Tenure .05 <^.57(NS) -.15 <[.06
Self-Perceptions and Leadership Characterlstics
To test respondents' feelings about themselves as leaders, they 
were asked to rate themselves on eight items. Four of the Items were 
treated as positive traits for leaders: initiating programs, risk
taking, assertiveness, and perceiving self as a leader. The remaining 
four items were treated as negative traits, and included: program
implementing, seeking security, giving in easily, and perceiving self 
as a follower. In addition to these ratings, respondents also rated 
how they felt their co-workers, supervisor, and clientele perceived 
the respondents in leadership roles.
The self-perceptions were then tested for correlation with the 
respondents perception of desirable traits for leadership effective­
ness as identified by Stogdill (2, p. 81).
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The data revealed that there were low positive correlations 
between self-perception of leadership capabilities and perception 
of desirable leadership characteristics for men and women at very 
high levels of probability (Table XXXIV).
TABLE XXXIV
RELATIONSHIPS BETWEEN SELF-PERCEPTIONS OF LEADERSHIP 
CAPABILITIES AND PERCEPTIONS OF LEADERSHIP CHARACTERISTICS 
BY SEX OF LOUISIANA COOPERATIVE EXTENSION AGENTS, 1976
Sex
Correlation
r
Coefficients
P
Female (N=139) .27 ^  .002
Male (N=151) .27 <\001
Perceptions of Common Personal Characteristics
As shown in Table XXXV, men and women disagreed as to whether 
certain characteristics are more common to one sex or the other.
These differences by sex were observed to be statistically significant 
in the case of all characteristics studied. A majority of the men 
felt the following characteristics were more common to males: manage­
ment capabilities; quick, precise decisions: desire for responsibility; 
can delegate responsibility; and can discipline other adults 
appropriately. They felt that women were more likely than men to: 
have high absenteeism on the job, be sensitive to contradiction and
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spend more time on useless details. At the same time, men felt 
that high motivation for work, diligence in work, sense of fair play, 
expecting special treatment and high job commitment were common to 
both males and females.
A majority of the women disagreed with men in that they felt 
women were more diligent in their work than were men. They agreed 
with men that women were as likely as men to have: high motivation
for work, sense of fair play, expectation of special treatment from 
co-workers, and high job commitment. In addition, women tended to 
feel the following characteristics were common to both males and 
females: management capability, quick decision-making, high
absenteeism, time spent on useless details, ability to delegate 
responsibility, and ability to discipline adults. The only thing 
women felt was more characteristic of males was the desire for 
responsibility.
A majority of the men and women agreed that females were more 
likely to be emotional in working with others, and that both 
contribute highly to the total Extension program. Men felt that 
males could better select and hire subordinates, but a majority of 
the women thought this talent was equally applicable to both 
females and males.
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TABLE XXXV
A COMPARISON OF SELECTED PERSONAL CHARACTERISTICS TO 
COMMONALITY AMONG MEN AND WOMEN BY SEX OF LOUISIANA 
COOPERATIVE EXTENSION AGENTS, 1976
Common 
to Males
Common 
to Females
Common 
to Both
Characteristics Sex *N= Per Cent Per Cent Per Cent
High Motivation Men 149 24.8 4.0 71.2
Women 137 3.6 43.8 52.6
X2 = 74.69 with 2 df P (.0005
Management Men 149 61.7 .7 37.6
Capability
Women 138 13.0 10.9 76.1
X2 = 76.64 with 2 df P <.0005
Quick Decisions Men 149 53.0 10.1 36.9
Women 138 19.6 25.3 55.1
X2 = 36.51 with 2 df P ('.0005
Diligence Men 149 25.5 9.4 65.1
Women 138 .7 60.2 39.1
X2 - 96.15 with 2 df P ('.0005
Desires Men 150 57.3 10.7 32.0
Responsibility
Women 137 48.9 7.3 43.8
X2 = 4.5 with 2 df P < .15
* N varies because "no responses" were omitted from the data.
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TABLE XXXV (continued)
Characteris tics
Common 
to Males
Common 
to Females
Common 
to Both
Sex *N= Per Cent Per Cent Per Cent
Absenteeism Men 145 5.5 58.6 35.9
Women 127 6.3 24.4 69.3
X2 = 33.35 with 2 df P <. 0005
Sensitive to Men 149 4.0 63.1 32.9
Contradiction
Women 132 15.9 42.4 41.7
X2 = 17.34 with 2 df P <'.0005
Fair Play Men 148 23.6 9.5 66.9
Women 136 5.9 27.2 66.9
X2 = 27.20 with 2 df P <<.0005
Special Men 146 2.1 48.6 49.3
Treatment
Women 130 16.9 21.5 61.6
X2 = 32.72 with 2 df P <.0005
Job Commitment Men 148 30.4 2.0 67.6
Women 136 7.4 33.8 58.8
X2 = 61.83 with 2 df P <  .0005
Spends Time Men 146 3.4 50.0 46.6
On Details
Women 131 29.0 23.7 47.3
X2 - 41.88 with 2 df P <.0005
* N varies because "no responses" were omitted from the data.
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TABLE XXXV (continued)
Characteristics Sex *N=
Common 
to Males
Common 
to Females
Common 
to Both
Per Cent Per Cent Per Cent
Delegates Men 150 61.3 4.0 34.7
Responsibility
Women 137 19.0 14.6 66.4
X2 “ 54.61 with 2 df P <.0005
Discipline Men 149 65.8 4.7 29.5
Adults
Women 136 19.1 12.5 68.4
X2 = 63.04 with 2 df P <.0005
* N varies because "no responses" were omitted from the data.
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CHAPTER V
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 
SUMMARY
The Louisiana Cooperative Extension Service is a complex 
organization charged with the responsibility of conducting 
educational programs in agriculture and home economics for adults 
and youth in all 64 parishes of the state. To implement this 
task, more than 450 professional agriculturists and home economists 
are employed throughout the state. In addition to having personnel 
located over a broad geographic area, the diversification of 
programs (designed to meet felt and unfelt needs of the local 
clientele) is virtually unlimited. Therefore, the orderly 
accomplishment of organizational objectives so broad in scope is 
made possible, in part, by effective administrative and supervisory 
leadership.
To function most efficiently, the administrative/supervisory 
hierarchy of any organization needs a fairly narrow span of control. 
Van Dersal states that "the number of people reporting to one 
supervisor should be no more than the number whose efforts he can 
effectively direct and coordinate1' (1, p. 140). Ficker is more 
specific when he observes that the absolute maximum number of 
people one person should surpervise is 15 (2, p. 3). He suggests
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that it is more desirable for supervisors to have only five to 
seven persons reporting to them.
The span of control structure of the Extension Service is well 
within the recommended limits, with an average of one in every four 
professional employees having some supervisory and personnel 
leadership responsibilities. All of these administrators/ 
supervisors have been selected from within the ranks of the 
organization, which is a common practice among similar organizations, 
according to Van Dersal (1, p. 1).
The Problem
Women comprise well over one third of the Extension Service's 
total professional staff (39 per cent), but only 14 per cent are 
in administrative/supervisory positions. This is slightly below 
the national average of 17 per cent for women in management and 
administrative positions, which in itself is low, since women made 
up 38 per cent of the total national work force in 1970 (3).
At their annual meeting in 1974, Extension home economists 
questioned the lack of women in the overall administrative/supervisory 
structure of the organization, and asked administrators what could 
be done to alleviate this problem.
Purpose of the Study
The main purpose of this study was to determine the attitudes, 
aspirations, and perception of professional Extension field 
personnel about the administrative capabilities and mobility of 
both men and women in the organization.
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Related Literature
Research Indicates that the extent to which individuals exhibit 
certain significant leadership traits helps in differentiating 
leaders from followers. But researchers have been unable to develop 
an instrument that has proven reliable for use in the selection of 
leaders.
Most of the research done on administration and management in 
the past was limited to the study of males in these leadership roles. 
However, a number of studies relating to women in administrative/ 
supervisory roles have been conducted in more recent years, apparently 
following in the wake of the Women's Liberation movement and passage 
of the Equal Pay and Equal Employment Opportunity Acts in the 1960's 
and '70's.
Past leadership success seems to be the best predictor of a 
leader's capabilities, but women have had fewer opportunities for 
gaining these experiences than have men. Cultural prejudices 
and negative attitudes about women in leadership roles are prevalent 
in the literature. Women are less preferred as supervisors and 
administrators by both men and women, and are generally perceived 
to have less career commitment and lower career goals than men.
Objectives of the Study
The primary objectives of this study were:
1. To investigate the administrative mobility of Extension 
professionals in terms of:
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(a) administrative aspirations
(b) career commitment
(c) geographic mobility
(d) sex preferences of potential administrators/ 
supervisors
(e) self-perceptions of leadership capabilities
(f) perceptions of leadership characteristics
(g) motives for work
2. To determine the relationships between the aspirations for 
administrative/supervisory positions and selected independent 
variables.
3. To determine the relationships between the career commitment 
of Extension professional men and women and selected 
independent variables.
4. To determine the relationships between the geographic 
mobility of Extension professional men and women and 
selected independent variables.
5. To determine whether there is a significant difference in 
the attitudes of Extension professionals toward women as 
potential administrators/supervisors.
6. To determine whether relationships exist between the 
perceptions Extension professionals have of their own 
administrative/supervisory capabilities and their 
perceptions of certain leadership characteristics.
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7. To determine whether there are significant differences 
between Extension professional men and women and their 
motives for work.
Methodology
Population. Survey data were solicited from the total 
population of 343 Extension professiohal field personnel (187 men, 
156 women) with single- or multi-parish assignments, holding a 
bachelor’s degree or higher, and with the title of Assistant County 
Agent or Assistant Home Economist or higher. Usable data were 
obtained from 290 members of the population (85 per cent).
Fifty-two per cent of the respondents were men, and 48 per cent
were women.
Data Collection. A mailed questionnaire was selected as the 
data collection instrument in an attempt to avoid introducing 
external bias toward some items in the questionnaire that might
be considered controversial by the respondents.
The questionnaire was designed to obtain data relating to 
administrative mobility, along with demographic data on job title, 
race, marital status, residence, degree attainment, age and job 
tenure.
Data Analysis. Statistical analyses of the data included 
the coefficient of correlation to examine the relationships 
between administrative mobility and its components of:
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administrative aspirations}-' caT^ef' commitment,„ work motives, 
geographic mobility, preference for female administrators/ 
supervisors, self-perception of leadership capabilities, and 
perceptions of general leadership characteristics.
The regression procedure was used to determine differences 
between selected components of administrative mobility and 
selected independent variables.
Simple linear correlation was used to determine relationships 
between selected administrative mobility components and the 
variables of age and job tenure. This procedure was also used 
to measure the relationship between self-perception of leadership 
capabilities and perception of general leadership characterisitics.
The chi-square test of independence was used to determine 
differences between sex and perception of certain personal traits 
attributed to men and women.
Findings
The administrative/supervisory hierarchy of the Louisiana 
Cooperative Extension Service is composed entirely of employees 
who have been promoted from within the ranks of the organization. 
Findings of this study were summarized with regard to the 
relationships between the administrative mobility of men and 
women in the Extension Service and selected variables which were
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treated as component** of administrative mobility. The variables 
selected were: administrative aspirations, career commitment,
work motives, geographic mobility, preference for female 
administrators, self-perceptions of leadership capabilities, and 
perception of general leadership characteristics.
Adminis trative Mobility. Linear correlation was the 
statistical analysis used to determine relationships between 
administrative mobility of men and women in the Extension Service 
and the selected variables treated as components of administrative 
mobility, yielding these findings:
1. Regardless of sex, positive correlations were highly 
statistically significant between administrative mobility and each 
of the seven variables of: administrative aspirations, career 
commitment, work motives, geographic mobility, preference for 
female administrators, self-perceptions of leadership capabilities, 
and perceptions of general leadership characteristics.
2. The four variables of perceptions of leadership 
characteristics, administrative aspirations, preference for female 
administrators, and geographic mobility were more highly correlated 
with administrative mobility for men than for women. These were 
statistically signficant findings.
3. There were statistically significant correlations between 
motives for work and administrative mobility for both men and 
women (r=.49).
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4. Career commitment produced a slightly higher correlation 
with administrative mobility for women than for men. This was a 
statistically significant finding.
5. Statistically significant correlations between 
administrative mobility and self-perceptions of leadership 
characteristics were higher for women than for men.
6. Of all the variables, geographic mobility was observed 
to have the lowest correlations with administrative mobility for 
both sexes, and the correlation was statistically significant. The 
correlation was lower for women (r=.16) than for men (r=.25).
Administrative Aspirations. Data revealed that women do 
desire promotion to positions of leadership, just as men do, 
although the proportions of women aspiring to such positions are 
much smaller than for men. Over one-third of the women indicated 
a desire for the parish chairman assignment (the lowest level of 
administration/supervision in Extension), over one-fifth aspired 
to become an assistant district agent (the second level of 
administration/supervision), and 13 per cent of the women wanted 
to be appointed as a district agent. A substantial number of 
women aspired to the top levels of the leadership hierarchy, with 
nine per cent wanting to be Director, which is the top level 
of leadership.
Administrative aspirations of men followed the same pattern 
as for women, in that more men aspired to lower level leadership 
positions than to top positions. However, higher percentages
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of men than women aspired to all levels of administration/supervision. 
Men were twice as likely to aspire to assignments as parish chairman 
and assistant district agent, and more than three times as likely 
to want promotions to District Agent, Associate Director and Director 
as were women.
All the above findings regarding administrative aspirations 
were statistically significant (P ( .001).
Analyses of administrative aspirations and demographic 
data yielded these findings:
1. There were no statistically significant differences 
between the administrative aspirations of women and their job titles.
2. There were highly significant differences between 
administrative aspirations and job title among men, with assistant 
county agents having the highest and area agents the lowest 
administrative aspirations.
3. There were no statistically significant differences 
between administrative aspirations and race of women.
4. There were statistically significant differences between 
administrative aspirations and race of the men, with black men 
having higher administrative aspirations than white men.
5. There were no statistically significant differences 
between administrative aspirations and marital status for either 
sex.
6. There were no statistically significant differences
between administrative aspirations and place of residence for 
either sex.
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7. There were no statistically significant differences between 
administrative aspirations and degree attainment among women. Less 
than half the women held master's degrees and none held doctoral 
degrees.
8. There were statistically significant differences between 
administrative aspirations and the degree held among men— higher 
degrees were related to higher administrative aspirations. Almost two- 
thirds of the men held master's degrees, and over three per cent
held doctoral degrees.
9. Age and job tenure were negatively correlated with 
administrative aspirations for both sexes. These findings were 
statistically significant, and indicate that as age and job tenure 
increase, administrative aspirations tend to decrease.
Career Commitment. Data from this study support the generally 
accepted notion that married women's jobs are secondary to those 
of their husbands. Of those who were married and had working 
spouses, none of the men and only a few women (five per cent) felt 
that the wife's job took first consideration in the family. On the 
other hand, 24 per cent of the men and 59 per cent of the women 
felt that both jobs were equally important.
Analyses of data related to career commitment and demographic 
variables yielded these findings:
1. There were statistically significant differences between 
career commitment and job title among women. Area home economists
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had the highest career commitment, and assistant home economists had 
the lowest commitment.
2. There were no statistically significant differences 
between career commitment and job title among men.
3. There were statistically significant differences between 
career commitment and race among both men and women. Commitment was 
higher for black respondents than for white respondents.
4. There were no statistically significant differences between 
career commitment and marital status for either sex.
5. There were no statistically significant differences between 
career commitment and place of residence for either sex.
6. There were statistically significant differences between 
career commitment and degree attainment among women. Those holding 
bachelor's degrees indicated a higher commitment to their career 
than those with master’s degrees.
7. There were no statistically significant differences between 
career commitment and degree attainment among men.
8. A low, negative correlation of age with career commitment 
was not statistically significant for women.
9. The low, positive correlation of job tenure with career 
commitment was statistically significant for women. This indicates 
that as years of service increase, career commitment tends to 
increase among women.
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10. Age and job tenure were statistically significant in their 
positive correlation with career commitment for men, indicating that 
as men get older and tenure increases, their commitment to their 
careers increases.
Work Motives. According to the U. S. Department of Labor, 
economic necessity and maintaining a desired level of living are 
the reasons most often given by men and women for being in the 
labor force (4, p. 1). Respondents were asked to rate the importance 
of these as reasons for their working, along with rating the 
importance of these four items: challenge of the job, power of
leadership, self-fulfillment, and social acceptance. By using the 
regression procedure, adjusted means were derived from a composite 
score of these ratings as work motives were statistically compared to 
selected independent variables.
When asked to state other reasons for being in the work force, 
the two expressed most often by men and women were: "like people
and want to help them" and "like my job." Some of the reasons, 
less often given, differed according to the sex of the respondents. 
Men responded with reasons such as: "society expects it," "was
brought up to believe in work," "have been working too long to get 
out now," and "for a retirement pension." Reasons given only by 
women included: "it gets me out of the house," "want to share
my talents," "avoid boredom of daily routine," "I'm a practicing 
professional," and "for freedom and being my own boss."
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The analyses of data regarding work motives and demographic 
variables yielded these findings:
1. There were no statistically significant differences 
between work motives and job title among women.
2. There were statistically significant differences between 
work motives and job title among men, with county agents rating 
somewhat higher in their motives for work, and with associate 
county agents and area agents rating lowest in motives for work.
3. There were no statistically significant differences 
between work motives and race for either sex.
4. There were statistically significant differences between 
work motives and marital status among women, with unmarried women 
rating highest on their motives for work.
5. There were no statistically significant differences 
between work motives and marital status among the men.
6. There were statistically significant differences between 
work motives and place of residence among women. Rural farm 
women rated highest on motives for work and urban women rated 
lowest.
7. There were statistically signficant differences between 
work motives and place of residence among men, with suburbanites 
rating lowest and urbanites rating highest in their motives for 
work.
8. There were no statistically significant differences 
between work motives and degree attainment for either sex.
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9. The low, negative correlation of age with work motives 
was statistically significant for women, indicating that older 
women tend to have lower motivation for work than younger women.
10. The low negative correlation between job tenure and work 
motives was not statistically significant for women.
11. Low, positive correlations of age and job tenure with 
work motives were statistically significant for men, indicating that 
older men with more tenure tend to rate higher on their motives for 
work than do younger men with less tenure.
Geographic Mobility. Data revealed that men consistently had 
greater geographic mobility than women. Those who were not 
geographically mobile were asked to give reasons for not being 
willing to move to another parish to get a promotion. Men gave 
these answers most often (in rank order): "like my present
situation too much to change," "too near retirement," and "family 
reasons." Women gave the same three reasons most often, but the 
order differed: "family reasons," was first, followed by "like
my present situation," and "too near retirement." Thus, the 
expressed reasons for lack of geographic mobility were essentially 
the same for both men and women.
Statistical procedures used to analyze geographic mobility 
and demographic data, yielded these findings:
1. There were statistically significant differences between
geographic mobility and job title among women. Area home
economists were the most mobile and parish home economists were the 
least mobile.
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2. There were statistically significant differences between 
geographic mobility and job title among men, with assistant county 
agents having the most geographic mobility, and county agents and 
area agents having the least.
3. There were no statistically significant differences between 
geographic mobility and race among women.
4. There were statistically significant differences between 
geographic mobility and race among men, with black agents indicating 
more mobility than white agents.
5. There were statistically significant differences between 
geographic mobility and marital status among both men and women. 
Unmarried agents of both sexes were more mobile.
6. There were no statistically significant differences 
between geographic mobility and place of residence for either sex.
7. There were no statistically significant differences 
between geographic mobility and degree attainment among the women.
8. There were statistically significant differences between 
geographic mobility and degree attainment among the men— higher 
degrees were associated with more mobility.
9. Age and tenure were negatively correlated with geographic 
mobility at statistically significant levels for both men and women, 
indicating that as agents get older and have longer service
their mobility decreases.
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Preference for Female Administrators/Supervisors. When asked 
If they would prefer to work for a man or a woman, none of the men 
and only three per cent of the women preferred to work for a woman. 
Thirty-one per cent of the men and 69 per cent of the women said 
it didn't matter, if both sexes were equally qualified.
In rating preference for male or female supervisors by race, 
women rated black males and females equally low, with white females 
receiving a moderately high rating. White males were most preferred 
as administrators by women. Men rated their preference for black 
female administrators/supervisors very low, white females and black 
males moderately high, and white males very high.
Analyses of data related to female administrators/supervisors 
and demographic data yielded these findings:
1. There were no statistically significant differences 
between preference for female administrators and job title among 
women.
2. There were statistically significant differences between 
preference for female administrators and job title among men.
County agents had the lowest preference to work for female 
administrators, and assistant county agents had the highest 
preference.
3. There were statistically significant differences between 
preference for female administrators and race among both men and 
women. Black agents were more in favor of female administrators 
than were white agents.
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4. There were no statistically significant -differences 
between preference for female administrators and marital status 
among men or women.
5. There were statistically significant differences between 
preference for female administrators and place of residence among 
women. Rural nonfarm.women rated lowest in their preference for 
female administrators, and suburban women had the highest preference
6. There were no statistically significant differences 
between preferences for female administrators and place of residence 
among men.
7. There were statistically signfleant differences between 
preference for female administrators and degree attainment for 
men and women. Women with lower degrees were more favorable 
toward female administrators then those with higher degrees. The 
reverse was true among men, with those men having doctoral degrees 
most willing to accept female administrators, and those with 
bachelor's degrees least accepting of them.
8. Correlations between preference for female administrators 
and age and tenure were not statistically significant among women.
9. Among men, age and tenure had statistically significant 
low, negative correlations with preference for females as 
administrators, indicating that older men and men with more tenure 
had a lower preference for female administrators than younger 
men and those with less tenure.
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10. There were statistically significant differences between 
men and women as to feelings about which personal traits are more 
comnon to males and females. A majority of the men felt that males 
are more likely than females to have these characteristics: 
management capability, make quick decisions, desire responsibility, 
can delegate responsibility, and can discipline adults. Women 
felt that females are more diligent in their work than males.
They tended to feel that the following traits are common to both 
sexes: management capabilities, quick decision-making, high
absenteeism, spends time on useless details, can delegate 
responsibility, can select subordinates adequately, and can discipline 
adults. The only trait women felt was more common to males was the 
desire for responsibility. A majority of the men and women agreed 
that females, more so than males, were likely to be emotional in 
working with others.
Self-perceptions and Leadership Characteristics. Analysis 
of data related to self-perceptions of leadership capabilities 
and perceptions of leadership characteristics yielded these 
findings:
1. There were statistically significant positive correlations 
between self-perceptions of leadership capabilities and perceptions 
of leadership characteristics for both men and women. This suggests 
that those with higher self-perceptions of their own leadership 
capabilities also have greater perception of leadership 
characteristics.
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CONCLUSIONS AND RECOMMENDATIONS
Conclusions
The study of administrative mobility of men and women in the 
Louisiana Cooperative Extension Service has resulted in the 
following conclusions:
1. The administrative mobility of women is generally comparable 
to that of men. The fact that women are not commonly found in the 
administrative/supervisory structure of the Extension Service is 
possibly due to the reticence women have shown in making their
administrative aspirations known to their superiors. This reticence 
may be due to ignorance on the part of women as to how to play the 
game of advancing up the career ladder, in that they simply expect 
competence and dedication to their work to be automatically 
recognized and rewarded. Oversight on the part of administrators 
not accustomed to finding women in decision-making positions may 
also help to account for the scarcity of women in these positions.
2. The administrative/supervisory hierarchy of the Extension 
Service is composed entirely of employees who had been originally 
employed for skills in areas related to agriculture and home 
economics, rather than for their supervisory skills. Since 
Extension does not have a concerted program to develop administrative 
and managerial abilities in men or women employees, women are no 
less prepared for administrative/supervisory situations than
are men.
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3. Women are not preferred as administrators by either sex, 
but significant numbers of men and women indicated they would be 
willing to work for women in leadership positions if women were 
equally as well qualified as men. One might conclude that traditional 
biases toward women as administrators may mean that to be "equally 
qualified" women must avoid mediocrity and work harder than men
to prove their capabilities as administrators/supervisors.
4. Men and women view their administrative/supervisory 
capabilities differently. Men generally feel women are less 
capable in managerial situations, while women generally feel they 
are equally as capable as men. Since there have been few occasions 
for Extension men to actually experience the administrative/ 
supervisory capabilities of women, their attitudes are likely
the result of cultural stereotyping of both sexes.
5. The acknowledged administrative aspirations of women 
are lower than those of men, indicating that many of the career 
limitations of women are self-imposed. Lack of motivational 
models and the negative images (promoted by society) of women 
administrators as domineering and unfeminine are possibly 
influential in restraining women from seeking positions of 
leadership.
6. Women are generally less well educated than their male 
counterparts, with significantly fewer advanced and terminal degrees 
held by women than by men. One reason might be that women
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have not been accustomed to anticipating top leadership roles, and 
have not taken advantage of opportunities for providing an academic 
foundation as strong as that of their male peers.
Reconmendations
Since other studies have shown that past leadership success 
is the best predictor of a leader's capabilities (5, p. 412), the 
following recommendations are made:
1. Structure an educational in-service training program in 
administration, supervision and personnel management which would 
be available to all Extension employees on a voluntary basis, and 
required for those desiring administrative/supervisory positions.
2. Provide opportunities for administrative/supervisory 
experiences at lower levels early in the careers of both men 
and women in the Extension Service. Such experiences might be 
gained through one- or two-year assignments as Parish Chairman, 
on a rotation basis, among all the interested professionals with 
sufficient tenure (such as three or more years of service) on the 
parish staffs.
3. Encourage men and women to disregard the attitudes that 
women cannot perform as effectively as men, and create a 
professional awareness in women relative to promotions to 
administrative/supervisory positions in the Extension Service.
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APPENDICES
APPENDIX A
Knapp Hall, LSU
Baton Rouge, Louisiana 70803
Dear Co-worker:
Our Extension organization has over 90 positions for supervisors 
and administrators, with these positions being filled from within our 
own ranks.
Whether you’ve thought of yourself in one of these roles before 
or not, will you please take about 15 minutes to think about it now 
and answer a few questions?
This study is an attempt to Identify some attitudes among Extension 
professionals toward potential mobility in supervisory and administra­
tive roles. The information requested will be used in partial 
completion of a doctoral dissertation at LSU, and a summary of the 
findings will be sent to you upon completion. Please note that you 
are not being asked to identify yourself.
After completing the questionnaire, please return it to me in 
the enclosed stamped, self-addressed envelope by September 15, 1976.
I really appreciate your help.
Sincerely,
Bobbie McFatter
96
APPENDIX B
Opinion and Attitude Survey on Leadership Potential
For each of the following statements, indicate how you would rate 
yourself in relation to your job. Cifrcle one number on the seven- 
point scale (low numbers indicate lower ratings, high numbers 
indicate higher ratings), for each of the statements:
(a) I initiate new programs.
(low) 1 2 3 4 5 6 7 (high)
(b) I am a program implementer.
(low) 1 2 3 4 5 6 7 (high)
(c) I am a risk taker.
(low) 1 2 3 4 5 6 7 (high)
(d) I am a security seeker.
(low) 1 2 3 4 5 6 7 (high)
(e) I am assertive (aggressive).
(low) 1 2 3 4 5 6 7 (high)
(f) I give in easily to another's wishes or opinions.
(low) 1 2 3 4 5 6 7 (high)
(g) I am a leader.
(low) 1 2 3 4 5 6 7 (high)
(h) I am a follower.
(low) 1 2 3 4 5 6 7 (high)
Indicate how you think the following individuals perceive your 
leadership capabilities. Circle one number on the scale for 
each statement (low numbers indicate lower ratings, high numbers 
indicate higher ratings):
(a) My co-workers see me as a leader.
(low) 1 2 3 4 5 6 7 (high)
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(b) My supervisor sees me as a leader.
(low) 1 2 3 4 5 6 7 (high)
(c) My clientele sees me as a leader.
(low) 1 2 3 4 5 6 7 (high)
3. Rate the importance of the following personal characteristics as
requirements for persons in an Extension administrative or 
supervisory position (low numbers for lower ratings, high numbers 
indicate higher ratings). Circle one number for each.
(a) Strong drive for responsibility.
(low) 1 2 3 4 5 6 7 (high)
(b) Persistence in pursuit of goals.
(low) 1 2 3 4 5 6 7 (high)
(c) Venturesomeness and originality in problem solving.
(low) 1 2 3 4 5 6 7 (high)
(d) Desire to exercise initiative in social situations.
(low) 1 2 3 4 5 6 7 (high)
(e) Self-confidence.
(low) 1 2 3 4 5 6 7 (high)
(f) Drive for task completion.
(low) 1 2 3 4 5 6 7 (high)
(g) Sense of personal identity.
(low) 1 2 3 4 5 6 7 (high)
(h) Willingness to accept consequences of decisions and actions, 
(low) 1 2 3 4 5 6 7 (high)
(i) Readiness to absorb interpersonal stress.
(low) 1 2 3 4 5 6 7 (high)
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(j) Willingness to tolerate frustration and delay.
(low) 1 2 3 4 5 6 7 (high)
(k) Ability to influence the behavior of others.
(low) 1 2 3 4 5 6 7 (high)
(1) Capacity to structure social interaction systems to the 
purpose at hand.
(low) 1 2 3 4 5 6 7 (high)
(m) High rate of energy output.
(low) 1 2 3 4 5 6 7 (high)
4. For each of the items given below, indicate how you would rate 
their importance as reasons why you are working. Circle one 
number for each statement (low numbers indicate lower ratings, 
high numbers indicate higher ratings):
(a) Challenge of the job.
(low) 1 2 3 4 5 6 7 (high)
(b) Economic necessity.
(low) 1 2 3 4 5 6 7 (high)
(c) Power of leadership.
(low) 1 2 3 4 5 6 7 (high)
(d) Self-fulfillment (feeling of doing something worthwhile). 
(low) 1 2 3 4 5 6 7 (high)
(e) Social acceptance and prestige.
(low) 1 2 3 4 5 6 7 (high)
(f) To maintain a desired level of living.
(low) 1 2 3 4 5 6 7 (high)
(g) Other reasons for being a member of the labor force 
(write in):
(a) How would you rate your commitment to your career? Circle 
one number (low numbers indicate lower ratings, high 
numbers indicate higher ratings):
(low) 1 2 3 4 5 6 7 (high)
(b) How would you rate your loyalty to the Extension Service? 
Circle one number on the scale (low numbers for lower 
ratings, high numbers for higher ratings):
(low) 1 2 3 4 5 6 7 (high)
(c) Assuming the same salary is available, rate your desire for a 
job outside the Extension Service. Circle one number on the 
seven-point scale.
(low) 1 2 3 4 5 6 7 (high)
Mark an "X" in one blank beside each of the following 
characteristics to indicate whether you think the characteristic 
is more common to males or to females, or common to both. Mark 
only one "X" for each characteristic:
More 
Common 
to Males
More 
Common 
to Females
Common
to
Both
(a) Emotional in working with 
others
(b) High motivation for work
(c) Capable in managerial 
positions
(d) Makes precise, quick 
decisions
(e) Can select and hire 
effective subordinates
(f) Works harder (more 
diligently)
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Cg
(h
(i
(j
(k
(1
(m
(n
(o
Cp
Desires responsibility 
and power of leadership
Contributes more to the 
overall Extension program
High absenteeism on the 
job
Sensitive to contradiction
Sense of fair play
Expects special treatment 
from coworkers
Committed to their job
Spends time on useless 
details
Can delegate responsibility 
to others
Can appropriately and 
adequately discipline 
other adults
More 
Common 
to Males
More 
Common 
to Females
Common
to
Both
7. (a) Assuming equal professional competency, would you prefer
to work for (check one):
a woman 
a man
doesn’t matter (no preference)
(b) Assuming equal professional competency, would you prefer 
to work for (check one):
a black person 
a white person
doesn’t matter (no preference)
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S. Rate your willingness to work under each of the following
supervisors by putting a circle around one of the numbers on 
the seven-point scale (low numbers indicate lower ratings,
high numbers indicate higher ratings):
(a) A black female.
(low) 1 2 3 4 5 6 7 (high)
(b) A white female.
(low) 1 2 3 4 5 6 7 (high)
(c) A black male.
(low) 1 2 3 4 5 6 7 (high)
(d) A white male.
(low) 1 2 3 4 5 6 7 (high)
9. Should all professional Extension personnel be required to 
have training in administration and supervision (check one):
Yes
No
Undecided
If answer is "No", who should be exempt from such training?
10. In the future, would you want to be considered for the job
assignment of (mark an "X" to indicate your answer by each job):
Yes No Undecided
Does
Not
Apply.
(a) Parish Chairman
(b) Assistant District Agent
(c) District Agent
(d) Specialist
(e) State Leader of 4-H
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Yes No Undecided
Does
Not
Apply
(f) State Leader of Home 
Economics
(8) Assistant Director
(h) Associate Director
(i) Director
11. Have you ever been approached by Extension administrators about
assuming the responsibilities of an administrative or supervisory 
position (check one):
Yes
No
12. Have you ever made a written or verbal request for consideration 
of an administrative or supervisory position with Extension 
(check one):
Yes
No
13. To get a promotion, would you move to another parish (check one): 
Yes
No
If the answer is "No", why not?
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14. To get a promotion to an administrative or supervisory position, 
would you be willing to (place an "X" to indicate your answer 
to each of the following questions):
Yes No Undecided
(a) Take academic courses in 
administration and management 
at your own expense?
(b) Take annual leave to take 
such courses?
(c) Take such courses on Extension 
time and expense?
15. How would you rate the importance of the following items as 
reasons for obtaining an advanced degree (beyond a bachelor's)? 
Low numbers indicate lower ratings, high numbers indicate 
higher ratings. Circle your choice.
(a) Increase in pay.
(low) 1 2 3 4 5 6 7 (high)
(b) Preparation for more responsibility in the organization, 
(low) 1 2 3 4 5 6 7 (high)
(c) Preparation for greater individual productivity and output, 
(low) 1 2 3 4 5 6 7 (high)
16. How many years have you been employed by the Extension Service?
17. What is your present Extension title? __________________
18. How many years have you held your present job assignment?
19. What is your present age? _____________
20. What is your sex? ......   '
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21. What is your ethnic heritage (check one):
  Afro-American (black)
  Anglo-American (white)
  Other (Oriental, Spanish surname, American Indian, etc.)
22. (a) Are you presently married (check one):
 Yes
No
(b) If you are now married, is your spouse presently employed 
(check one):
 Yes
 No
(c) If your spouse is employed* whose job is most important 
and takes first consideration in the family (check one):
  Yours
  Spouse's
  Both are equally important
(d) Has your spouse's job ever been a hindrance to your job 
advancement (check one):
 Yes
 No
  Don't know
(e) Have you ever refused a job advancement because your family 
was "settled" and wouldn't want to move (check one):
   Yes
No
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23.
24.
25.
(f) How many children do you have? 
question 23.
If none, go to
(g) List the ages of all your children in the appropriate 
column according to their sex.
Boys
Living 
at Home
Living Away Living Living Away 
From HomeFrom Home at Home
Girls
Give the name of the college or university, and the year, that 
you earned your degree(s):
Degree
Bachelor’s
Master’s
Doctor's
College Or University Year
When earning your bachelor's degree, would you say that your 
grades were (check one):
Mostly A's 
Mostly B's 
Mostly C’s
Evenly divided between A's and B's 
Evenly divided between B's and C's 
Other (explain briefly) ..........
Which of the following best describes where you've lived most of 
your life (check one):
Rural Farm 
Rural Nonfarm 
Suburban 
Urban
Please check to see if you have answered every question. A special 
thank you for your time and effort.
APPENDIX C
CODING SYSTEM
Question Code Used
1 (a, c, e, g) ..................1 (low) to 7 (high)
2 (a - c) ................ 1 (low) to 7 (high)
3 (a - m) ................ 1 (low) to 7 (high)
4 (a - f) .................1 (low) to 7 (high)
5 (a - c) ................ 1 (low) to 7 (high)
8 (a - d) .................1 (low) to 7 (high)
15 (a - c) .................1 (low) to 7 (high)
1 (b, d, f, h) ..................7 (low) to 1 (high)
6 (a - p) .................males = 1, females = 2,
both = 3
7a ................ woman = 1, man = 2,
doesn't matter = 0
7b............... .................black = 1, white = 2
doesn't matter = 0
9 .................Yes = 4, no = 2, undecided
10 (a - i) .......... Yes = 4, no = 2, undecided
does not apply = 0 
11, 12, 13 .................Yes = 3, no = 2
14 (a - c) ................ Yes = 4, no = 2, undecided
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Question Code Used
16 ................ actual number of years
17 .................county agent = 1, associate
county agent = 2, assistant 
county agent = 3 ,  home economist = 
4, associate home economist = 5, 
assistant home economist = 6, 
area agent = 7
18 ................ actual years
19 ................ actual age
20 ................ male = 1, female = 2
21 ................ Afro-American = 1, Anglo-
American = 2, Other = 3 
22a.............. ................ Yes = 1, no = 2
22 (b & e)....... ................ Yes = 1, no = 2,
no response = 0
22c.............. ................ Yours = 1, spouse’s = 2,
both = 3, no response = 0
22d.............. ................ Yes = 1, no - 2, don't know = 3,
no response «= 0 
22f.............. ................  actual number
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Question Code Used
22g ................ with daughters - 1, without
daughters = 2, no response = 0, 
actual number of preschool, actual 
number of schoolage, actual 
number away from home
23 ................ B.S. = 1, M.S. = 2, Ph.D. = 3
24............... ................ A's - 1, B's - 2, C's = 3,
A's & B ’s = 4, B's & C's = 5,
Other = 6
25............... ................ farm = 1, nonfarm = 2, suburban =
3, urban = 4
APPENDIX D
RESPONSES USED TO DETERMINE ADMINISTRATIVE MOBILITY COMPONENTS
Component
Administrative Aspirations
Career Commitment 
Work Motives 
Geographic Mobility 
Preference for Female 
Administrators 
Self-perception of Leadership 
Capabilities 
Perception of Leadership 
Characteristics
Question Number
Composite of numbers 9, 10 (a-i), 
12, 14 (a-c), and 15 (a-c)
5 (a-c)
4 (a-f)
13
8 (a & b)
1 (a-h), 2 (a-c)
3 (a-m)
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